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ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺗﻬﺮﺍﻥ
ﺍﻣﻴﺮﺍﺷﻜﺎﻥ ﻧﺼﻴﺮﻱ ﭘﻮﺭ1 / ﭘﻮﺭﺍﻥ ﺭﺋﻴﺴﻲ2 / ﻣﻨﺼﻮﺭ ﺩﻟﭙﺴﻨﺪ3
ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﻳﻜﻲ ﺍﺯ ﺭﻭﺵ ﻫﺎﻱ ﺗﻮﺳﻌﻪ ﻣﻨﺎﺑﻊ ﺍﻧﺴﺎﻧﻲ، ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻣﻲ ﺑﺎﺷﺪ ﻛﻪ ﺩﺭﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ ﺍﻳﺮﺍﻥ ﻛﻤﺘﺮ ﭘﮋﻭﻫﺶ ﺷﺪﻩ 
ﺍﺳﺖ. ﻫﺪﻑ ﻣﻄﺎﻟﻌﻪ ﺣﺎﺿﺮ ﺑﺮﺭﺳﻲ ﺗﺄﺛﻴﺮ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺗﻬﺮﺍﻥ ﺑﻮﺩ.
ﺭﻭﺵ ﺑﺮﺭﺳـﻲ: ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺍﺯ ﻧﻮﻉ ﻋﻠﻲ ﻭ ﮔﺬﺷــﺘﻪ ﻧﮕﺮ، ﺑﻪ ﺻﻮﺭﺕ ﺷــﺎﻫﺪ - ﻣﻮﺭﺩﻱ ﺩﺭ 9 ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺗﻬﺮﺍﻥ ﺍﻧﺠﺎﻡ 
ﮔﺮﺩﻳﺪ. ﺟﺎﻣﻌﻪ ﻱ ﭘﮋﻭﻫﺶ ﭘﺮﺳــﺘﺎﺭﺍﻥ ﺑﻴﻤﺎﺭﺳــﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻛﻪ ﺩﺍﺭﺍﻱ ﮔﺮﺩﺵ ﺷــﻐﻠﻲ ﻧﺒﻮﺩﻩ )84=1N( ﻭ ﭘﺮﺳــﺘﺎﺭﺍﻧﻲ ﻛﻪ ﺩﺍﺭ ﺍﻱ 
ﮔﺮﺩﺵ ﺷــﻐﻠﻲ ﺑﻮﺩﻩ )205=2N( ﺍﺳــﺖ. ﺍﺯﺯﻳﺮ ﺟﺎﻣﻌﻪ ﻱ ﺍﻭﻝ 54 ﻧﻔﺮ ﺩﺭ ﭘ ﮋ ﻮﻫﺶ ﺷــﺮﻛﺖ ﻧﻤﻮﺩﻧﺪ ﻭ ﺑﻪ ﻋﻨﻮﺍﻥ ﮔﺮﻭﻩ ﺷﺎﻫﺪ ﺍﻧﺘﺨﺎﺏ ﺷﺪﻧﺪ. ﺍﺯ 
ﺯﻳﺮﺟﺎﻣﻌﻪ ﻱ ﺩﻭﻡ 54 ﻧﻔﺮ ﺑﻪ ﺷــﻴﻮﻩ ﻫﻤﺴﺎﻥ ﺳــﺎﺯﻱ ﺑﻪ ﻋﻨﻮﺍﻥ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﺍﻧﺘﺨﺎﺏ ﺷﺪﻧﺪ. ﺍﺑﺰﺍﺭ ﮔﺮﺩﺁﻭﺭﻱ ﺩﺍﺩﻩ ﻫﺎ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺑﻮﺩ ﻭ ﺟﻬﺖ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳﺎﻟﻴﺎﻧﻪ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺍﺯ ﺍﻣﺘﻴﺎﺯ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻟﻴﺎﻧﻪ ﻣﻮﺟﻮﺩ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ: ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯ ﻋﻤﻠﻜﺮﺩ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷــﺎﻫﺪ ﺑﻪ ﺗﺮﺗﻴﺐ 24/82 ﻭ 14/82 ﻣﻲ ﺑﺎﺷــﺪ )697/0=eulavP(. ﺑﺎ ﺍﺳــﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺁﻧﺎﻟﻴﺰ 
ﻭﺍﺭﻳﺎﻧﺲ، ﺑﻴﻦ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻭ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺍﺭﺗﺒﺎﻁ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻣﺸﺎﻫﺪﻩ ﻧﺸﺪ.
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻣﺴﺘﻘﻞ ﺍﺯ ﻭﺿﻌﻴﺖ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺁﻥ ﻫﺎ ﻣﻲ ﺑﺎﺷﺪ ﻭ ﮔﺮ ﺩﺵ ﺷﻐﻠﻲ ﺑﻪ 
ﺷﻴﻮﻩ ﻱ ﻣﻮﺟﻮﺩ ﻣﻮﺟﺐ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﻧﺸﺪﻩ ﺍﺳﺖ.
ﻛﻠﻴﺪ ﻭﺍژﻩ ﻫﺎ: ﮔﺮﺩﺵ ﺷﻐﻠﻲ، ﻋﻤﻠﻜﺮﺩ، ﺑﻴﻤﺎﺭﺳﺘﺎﻥ، ﭘﺮﺳﺘﺎﺭ.
• ﻭﺻﻮﻝ ﻣﻘﺎﻟﻪ: 21/2/88 • ﺍﺻﻼﺡ ﻧﻬﺎﻳﻲ: 71/5/88 • ﭘﺬﻳﺮﺵ ﻧﻬﺎﻳﻲ: 51/7/88
ﺍﺳ ــﺘﺎﺩﻳﺎﺭ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷ ــﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸ ــﻜﺪﻩ ﺍﻗﺘﺼﺎﺩ، ﺩﺍﻧﺸﮕﺎﻩ ﺁﺯﺍﺩ ﺍﺳﻼﻣﻲ، ﻭﺍﺣﺪ ﻋﻠﻮﻡ ﻭ ﺗﺤﻘﻴﻘﺎﺕ، ﻧﻮﻳﺴﻨﺪﻩ ﻣﺴﺌﻮﻝ ). 1 .oohay@02pnrD
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ﭘﺮﺳﺘﺎﺭﺍﻥ ﻳﻜﻲ ﺍﺯ ﺍﺭﻛﺎﻥ ﻣﻬﻢ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ 
ﺑﻮﺩﻩ ﺯﻳﺮﺍ ﻧﺎﺭﺳﺎﻳﻲ ﻛﺎﺭ ﺍﻳﻦ ﮔﺮﻭﻩ ﺑﻪ ﻋﻠﺖ ﻧﻘﺶ ﻣﻬﻢ ﺁﻥ ﻫﺎ ﺩﺭ ﺑﻬﺒﻮﺩ 
ﺑﻴﻤ ــﺎﺭﺍﻥ ﻧﺘﺎﻳﺞ ﻏﻴﺮ ﻗﺎﺑﻞ ﺟﺒﺮﺍﻥ ﺑﺒﺎﺭ ﺧﻮﺍﻫ ــﺪ ﺁﻭﺭﺩ.]1[ﺑﻨﺎﺑﺮﺍﻳﻦ 
ﭘﺮﺩﺍﺧﺘﻦ ﺑﻪ ﻋﻮﺍﻣﻞ ﻣﺆﺛﺮ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﻭ ﭘﮋﻭﻫﺶ ﺩﺭ ﺍﻳﻦ 
ﮔﺮﻭﻩ ﺍﻫﻤﻴﺖ ﺑﺴ ــﺰﺍﻳﻲ ﺩﺍﺭﺩ. ﺍﺯﺟﻤﻠﻪ ﺍﻳﻦ ﻋﻮﺍﻣﻞ ﻣﺆﺛﺮ ﺩﺭ ﺣﻮﺯﻩ 
ﻣﻨﺎﺑﻊ ﺍﻧﺴﺎﻧﻲ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻣﻲ ﺑﺎﺷﺪ ﻛﻪ ﺍﺯ ﺭﺍﻫﻜﺎﺭﻫﺎﻱ ﻣﺪﻳﺮﻳﺘﻲ 
ﺟﺎﺑﻪ ﺟﺎﻳﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺩﺭ ﻣﺸﺎﻏﻞ ﻫﻢ ﺧﺎﻧﻮﺍﺩﻩ ﭘﻴﺸﻨﻬﺎﺩ ﻣﻲ ﺩﻫﺪ. 
ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻓﺮﺍﻳﻨﺪﻱ ﺍﺳﺖ ﻛﻪ ﻃﻲ ﺁﻥ ﻛﺎﺭﻛﻨﺎﻥ ﻳﻚ ﺳﺎﺯﻣﺎﻥ ﺩﺭ 
ﺳﻄﻮﺡ ﻣﺨﺘﻠﻒ ﻫﻢ ﺧﺎﻧﻮﺍﺩﻩ ﺑﻪ ﺻﻮﺭﺕ ﺟﺎﺑﻪ ﺟﺎﻳﻲ ﺍﻧﺠﺎﻡ ﻭﻇﻴﻔﻪ 
ﻣﻲ ﻛﻨﻨﺪ.]2[ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺩﺭ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺑﻪ ﺻﻮﺭﺕ ﺟﺎﺑﻪ ﺟﺎﻳﻲ 
ﺩﺭ ﺑﺨﺶ ﻫﺎﻱ ﺑﺎﻟﻴﻨﻲ، ﺑﺎ ﻧﻈﺮ ﻣﺪﻳﺮﺍﻥ ﭘﺮﺳﺘﺎﺭﻱ ﺻﻮﺭﺕ ﻣﻲ ﭘﺬﻳﺮﺩ. 
ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺁﻣﻮﺯﺵ ﺿﻤﻦ ﺧﺪﻣﺖ ﻧﻴﺰ ﻧﺎﻣﻴﺪﻩ ﺷﺪﻩ ﺍﺳﺖ ﻳﻌﻨﻲ 
ﺍﻳ ــﻦ ﻛﻪ ﻛﺎﺭﻣﻨﺪ ﻳﻚ ﻭﺍﺣﺪ ﻳ ــﺎ ﻳﻚ ﺑﺨﺶ ﻣﻲ ﺗﻮﺍﻧﺪ ﻣﻬﺎﺭﺕ ﻫﺎﻱ 
ﺷﻐﻠﻲ ﻣﺨﺘﻠﻔﻲ ﺭﺍ ﺩﺭ ﻃﻮﻝ ﻳﻚ ﺩﻭﺭﻩ ﺯﻣﺎﻧﻲ ﻣﺨﺼﻮﺹ ﺁﻣﻮﺯﺵ 
ﺑﺒﻴﻨﺪ، ﻫﻤﭽﻨﻴﻦ ﺑﻪ ﻋﻨﻮﺍﻥ ﺭﻭﺵ ﻋﻤﻠﻲ ﺑﺮﺍﻱ ﻏﻨﻲ ﺳﺎﺯﻱ ﻭ ﺗﻮﺳﻌﻪ 
ﺷﻐﻠﻲ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﻣﻲ ﺷﻮﺩ.]3[
ﺩﺭ ﻣﻮﺭﺩ ﻣﺰﺍﻳﺎ ﻭ ﻣﻌﺎﻳﺐ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺩﺭ ﻣﻨﺎﺑﻊ ﻣﺨﺘﻠﻒ 
ﺑﻪ ﻛﺮﺍﺕ ﺑﻪ ﺁﻥ ﻫﺎ ﭘﺮﺩﺍﺧﺘﻪ ﺷﺪﻩ ﺍﻣﺎ ﺑﻪ ﻧﺪﺭﺕ ﻣﻨﺒﻌﻲ ﺭﺍ ﻣﻲ ﺗﻮﺍﻥ 
ﻳﺎﻓﺖ ﻛﻪ ﺩﺭ ﻣﻮﺭﺩ ﺗﺄﺛﻴﺮ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ 
ﺑﻪ ﺻﺮﺍﺣﺖ ﻭ ﻗﻄﻌﻴﺖ ﺳ ــﺨﻦ ﮔﻔﺘﻪ ﺑﺎﺷﺪ ﻛﻪ ﻣﻄﺎﻟﻌﻪ ﺣﺎﺿﺮ ﺑﻪ 
ﺍﻳﻦ ﻣﺴﺄﻟﻪ ﭘﺮﺩﺍﺧﺘﻪ ﺍﺳﺖ. ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﺎﻋﺚ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ 
ﭘﺮﺳ ــﺘﺎﺭﺍﻥ، ﺗﻮﺳ ــﻌﻪ ﺩﺍﻧﺶ ﻭ ﻣﻬﺎﺭﺕ ﺷﻐﻠﻲ ﻭ ﺍﻓﺰﺍﻳﺶ ﻛﻴﻔﻴﺖ 
ﻣﺮﺍﻗﺒﺖ ﻫﺎﻱ ﺑﺎﻟﻴﻨﻲ ﻣﻲ ﮔﺮﺩﺩ. ﺩﺍﻧﺸ ــﻤﻨﺪﺍﻥ ﭘﻴﺸ ــﻨﻬﺎﺩ ﻛﺮﺩﻩ ﺍﻧﺪ 
ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺑﻪ ﻛﺎﺭﻣﻨﺪﺍﻥ ﺩﺭ ﺟﻬ ــﺖ ﺍﻓﺰﺍﻳﺶ ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎ ﻭ 
ﻭﺳﻌﺖ ﺩﻳﺪﺷﺎﻥ ﻛﻤﻚ ﻣﻲ ﻛﻨﺪ.]4[
ﺍﻣﺮﻭﺯﻩ ﺁﻣﻮﺯﺵ ﻫﺎﻱ ﺭﺳﻤﻲ ﺑﻪ ﺗﻨﻬﺎﻳﻲ ﻧﻤﻲ ﺗﻮﺍﻧﺪ ﺍﻧﺴﺎﻥ ﻫﺎﻱ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍ ﺩﺭ ﺍﺑﻌﺎﺩ ﻣﺨﺘﻠﻒ ﭘ ــﺮﻭﺭﺵ ﺩﻫﺪ ﻭﺍﻳﻦ ﺑﻪ ﺧﺎﻃﺮﺍﻳﻦ 
ﺍﺳ ــﺖ ﻛﻪ ﺑﺴ ــﻴﺎﺭﻱ ﺍﺯﺗﻮﺍﻧﻤﻨﺪﻱ ﻫﺎﻱ ﺍﻧﺴ ــﺎﻥ ﺩﺭﻋﻤﻞ ﭘﺮﻭﺭﺵ 
ﻣﻲ ﻳﺎﺑﻨﺪ ﻭ ﻳﻜﻲ ﺍﺯ ﺭﻭﺵ ﻫﺎﻱ ﺑﺴﻴﺎﺭ ﻣﺆﺛﺮ ﺑﺮﺍﻱ ﮔﺴﺘﺮﺵ ﺍﻓﻖ ﺩﻳﺪ 
ﻛﺎﺭﻛﻨﺎﻥ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺍﺳ ــﺖ. ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻋﻼﻭﻩ ﺑﺮ ﺍﻳﻦ ﻛﻪ 
ﺑﺎﻋﺚ ﺍﻓﺰﺍﻳﺶ ﺩﺍﻧﺶ ﻭ ﺗﺠﺮﺑﻴﺎﺕ ﺷﻐﻠﻲ ﻓﺮﺩ ﻣﻲ ﮔﺮﺩﺩ ﻫﻤﭽﻨﻴﻦ 
ﻋﻤﻠﻜﺮﺩ ﻓﺮﺩ ﺩﺭ ﺳﻤﺖ ﻫﺎ ﻭ ﻣﺴﺆﻭﻟﻴﺖ ﻫﺎﻱ ﻣﺨﺘﻠﻒ، ﻣﻌﻴﺎﺭ ﺧﻮﺑﻲ 
ﺑﺮﺍﻱ ﺍﺭﺯﻳﺎﺑﻲ ﻭ ﺳﻨﺠﺶ ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎﻱ ﺍﻭ ﺧﻮﺍﻫﺪ ﺑﻮﺩ.]5[
ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﺭﻭﺷ ــﻲ ﺍﺯ ﻃﺮﺍﺣﻲ ﺷﻐﻠﻲ ﺩﺭ ﻧﻈﺮ 
ﮔﺮﻓﺘﻪ ﻣﻲ ﺷﻮﺩ ﻛﻪ ﻛﺎﺭﻣﻨﺪﺍﻥ ﻣﻬﺎﺭﺕ ﻫﺎﻱ ﺷﻐﻠﻲ ﺭﺍ ﺍﺯ ﺑﺨﺶ ﻫﺎﻱ 
ﻣﺨﺘﻠﻒ ﻳﺎﺩ ﻣﻲ ﮔﻴﺮﻧﺪ ﻭ ﺧﺴﺘﮕﻲ ﻧﺎﺷﻲ ﺍﺯ ﻭﻇﺎﻳﻒ ﺷﻐﻠﻲ ﺗﻜﺮﺍﺭﻱ 
ﺭﺍ ﺑﺎ ﺍﻳﺠﺎﺩ ﺗﻐﻴﻴﺮ ﺩﺭ ﻭﻇﺎﻳﻒ ﺑﺮﻃﺮﻑ ﻣﻲ ﻛﻨﻨﺪ. ﻣﻮﺍﺟﻬﻪ ﺷﺪﻥ ﺑﺎ ﺍﻳﻦ 
ﻭﻇﺎﻳﻒ ﺟﺪﻳﺪ، ﻛﺎﺭﻣﻨﺪ ﺭﺍ ﺑﻪ ﺷﻮﺭ ﻭ ﺷﻮﻕ ﻣﺠﺪﺩ ﺗﺸﻮﻳﻖ ﻣﻲ ﻛﻨﺪ ﻭ 
ﺭﻭﺣﻴﻪ ﻛﺎﺭﻣﻨﺪ ﺭﺍ ﺑﺮﺍﻱ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﺍﻓﺰﺍﻳﺶ ﻣﻲ ﺩﻫﺪ.]6[
ﭼﺮﺧﺶ ﺩﺭ ﻣﺸ ــﺎﻏﻞ ﺑﺎﻋﺚ ﺍﻓﺰﺍﻳﺶ ﺩﺍﻧﺶ ﻭ ﺗﺠﺮﺑﻴﺎﺕ ﻓﺮﺩ 
ﻣﻲ ﺷ ــﻮﺩ. ﺍﺯﺧﺴ ــﺘﮕﻲ ﻭ ﻣﻼﻟﺖ ﺭﻭﺣﻲ ﻧﻴ ــﺰ ﻣﻲ ﻛﺎﻫﺪ ﻭ ﺍﻳﻦ ﺍﻣﺮ 
ﻣﻮﺟﺐ ﺗﺤﻮﻻﺕ ﻓﻜﺮﻱ ﻭ ﺧﻼﻗﻴﺖ ﻭ ﻧﻮﺁﻭﺭﻱ ﻣﻲ ﺷﻮﺩ. ﺩﺭ ﻣﻘﺎﺑﻞ 
ﺍﻳﻦ ﻣﺰﺍﻳﺎ ﺭﻭﺵ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺩﺍﺭﺍﻱ ﻣﻌﺎﻳﺒﻲ ﻧﻴﺰ ﻫﺴﺖ ﻳﻜﻲ ﺍﺯ 
ﻣﻌﺎﻳﺐ ﺑﺰﺭگ ﺍﻳﻦ ﺭﻭﺵ ﻛﺎﻫﺶ ﺗﻮﻟﻴﺪ ﻭ ﻛﺎﺭﺍﻳﻲ ﺍﺳﺖ.]7[ﮔﺮﺩﺵ 
ﺷ ــﻐﻠﻲ، ﺑﻪ ﻋﻨﻮﺍﻥ ﺭﺍﻫﻲ ﺑﺮﺍﻱ ﺩﺳ ــﺘﻴﺎﺑﻲ ﺑﻪ ﺍﻫﺪﺍﻑ ﻣﻨﺎﺑﻊ ﺍﻧﺴﺎﻧﻲ، 
ﺍﻓﺰﺍﻳﺶ ﻛﻴﻔﻴﺖ، ﺭﺿﺎﻳﺖ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﺫﻛﺮ ﻣﻲ ﺷﻮﺩ.]8[
ﻳﻜﻲ ﺍﺯ ﺭﻭﺵ ﻫﺎﻱ ﺗﻮﺳ ــﻌﻪ ﻣﻨﺎﺑﻊ ﺍﻧﺴ ــﺎﻧﻲ ﮔﺮﺩﺵ ﺷﻐﻠﻲ 
ﻣﻲ ﺑﺎﺷ ــﺪ.]9[ ﺑﺎ ﺍﻳﻦ ﺣﺎﻝ ﺗﺄﺛﻴﺮ ﺁﻥ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﻧﻴﺮﻭﻱ ﺍﻧﺴ ــﺎﻧﻲ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ ﺍﻳﺮ ﺍﻥ ﻛﻤﺘﺮ ﻣﻮﺭﺩ ﭘﮋﻭﻫﺶ ﻭﺍﻗﻊ 
ﺷﺪ ﻩ ﺍﺳﺖ ﻭ ﻣﻄﺎﻟﻌﺎﺕ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﻋﻤﺪﺗﺎ ًﻣﺮﺗﺒﻂ ﺑﺎ ﺑﺨﺶ ﺻﻨﻌﺖ 
ﻣﻲ ﺑﺎﺷﺪ ﻛﻪ ﺁﻥ ﻫﻢ ﺩﺭ ﺳﻄﺢ ﺧﻮﺩ ﺑﺴﻴﺎﺭ ﻣﺤﺪﻭﺩ ﻣﻲ ﺑﺎﺷﺪ، ﻟﺬﺍ ﺑﺎ 
ﺗﻮﺟﻪ ﺑﻪ ﭘﻴﭽﻴﺪﮔﻲ ﻭ ﺗﺨﺼﺼﻲ ﺑﻮﺩﻥ ﺑﺨﺶ ﺑﻬﺪﺍﺷﺖ ﻭ ﺩﺭﻣﺎﻥ 
ﻧﺴ ــﺒﺖ ﺑﻪ ﺑﺨﺶ ﺻﻨﻌﺖ )ﺑﻪ ﻋﻠﺖ ﺍﻳﻦ ﻛ ــﻪ ﻣﺪﻳﺮﻳﺖ ﻧﺎﻛﺎﺭﺍﻣﺪ 
ﮔ ــﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺩﺭ ﺻﻨﻌﺖ ﺑﺎﻋﺚ ﻛﺎﻫﺶ ﺑﻬ ــﺮﻩ ﻭﺭﻱ ﻭﻟﻲ ﺩﺭ 
ﺩﺭﻣﺎﻥ ﻣﻤﻜﻦ ﺍﺳ ــﺖ ﺑﺎﻋﺚ ﺁﺳﻴﺐ ﺑﻪ ﺑﻴﻤﺎﺭﺍﻥ ﮔﺮﺩﺩ( ﻭ ﺍﺯ ﻃﺮﻑ 
ﺩﻳﮕﺮ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻣﺰﺍﻳﺎ ﻭ ﻣﻌﺎﻳﺐ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺍﻧﺠﺎﻡ ﭘﮋﻭﻫﺸﻲ 
ﺩﺭ ﺧﺼ ــﻮﺹ ﺗﺄﺛﻴﺮ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺿﺮﻭﺭﻱ ﺑﻪ ﻧﻈﺮ ﻣﻲ ﺭﺳﺪ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻳﻚ ﻣﻄﺎﻟﻌﻪ ﮔﺬﺷﺘﻪ ﻧﮕﺮ ﺑﻮﺩﻩ ﻛﻪ ﺑﻪ ﺻﻮﺭﺕ ﺷﺎﻫﺪ 
- ﻣ ــﻮﺭﺩﻱ ﺩﺭ ﺳ ــﺎﻝ 7831 ﺍﻧﺠﺎﻡ ﮔﺮﺩﻳ ــﺪ. ﺟﺎﻣﻌﻪ ﭘﮋﻭﻫﺶ ﺭﺍ 
ﺳﺮﭘﺮﺳ ــﺘﺎﺭﺍﻥ، ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﻭ ﺑﻬﻴﺎﺭﺍﻥ ﺷ ــﺎﻏﻞ ﺩﺭ 9 ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺷ ــﻬﺮ ﺗﻬﺮﺍﻥ ﻛﻪ ﺩﺭ ﺍﺳ ــﺘﺨﺪﺍﻡ ﺭﺳﻤﻲ ﺳﺎﺯﻣﺎﻥ 
ﺑﻮﺩﻧﺪ ﺭﺍ ﺗﺸ ــﻜﻴﻞ ﻣﻲ ﺩﺍﺩ. ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﻋﺒﺎﺭﺕ ﺑﻮﺩﻧﺪ ﺍﺯ: 
ﻟﻮﺍﺳﺎﻧﻲ، ﻛﺎﺷ ــﺎﻧﻲ، ﻓﻴﺎﺽ ﺑﺨﺶ، ﻫﺪﺍﻳﺖ، ﻣﺮﻳﻢ، ﻟﺒﺎﻓﻲ ﻧﮋﺍﺩ، 
ﻣﻌﻴﺮﻱ، ﺷﺮﻳﻌﺖ ﺭﺿﻮﻱ ﻭ ﺍﻣﺎﻡ ﺭﺿﺎ)ﻉ(ﻱ ﺍﺳﻼﻣﺸﻬﺮ.
ﺟﺎﻣﻌﻪ ﭘﮋﻭﻫﺶ، ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ 
ﻛﻪ ﺩﺍﺭﺍﻱ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺷﻐﻠﻲ ﻧﺒﻮﺩﻩ )84=1N( ﻭ ﭘﺮﺳﺘﺎﺭﺍﻧﻲ 









































ﻛﻪ ﺩﺍﺭ ﺍﻱ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﻮﺩﻩ ﺍﻧﺪ )205=2N( ﺭﺍ ﺷﺎﻣﻞ ﻣﻲ ﺷﺪ. 
ﺍﺯ ﺟﺎﻣﻌﻪ ﺍﻭﻝ 54 ﻧﻔﺮ ﺑﻪ ﻋﻨﻮﺍﻥ ﮔﺮﻭﻩ ﺷ ــﺎﻫﺪ؛ ﻭ ﺍﺯ ﺟﺎﻣﻌﻪ ﺩﻭﻡ 
54 ﻧﻔﺮ ﺑﻪ ﺷﻴﻮﻩ ﻫﻤﺴﺎﻥ ﺳﺎﺯﻱ ﻳﺎ ﺟﻮﺭﻧﻤﻮﺩﻥ )gnihctaM( ﺑﻪ 
ﻋﻨﻮﺍﻥ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﺍﻧﺘﺨﺎﺏ ﺷﺪ.
ﻣﺘﻐﻴﺮﻫﺎﻳﻲ ﻛﻪ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷﺎﻫﺪ ﺑﺮ ﺭﻭﻱ ﺁﻥ ﻫﻤﺴﺎﻥ ﺳﺎﺯﻱ 
ﺷ ــﺪﻧﺪ ﻋﺒﺎﺭﺗﻨﺪ ﺍﺯ: ﺳ ــﻦ، ﺟﻨﺲ، ﭘﺴﺖ ﺳ ــﺎﺯﻣﺎﻧﻲ، ﺳﺎﺑﻘﻪ ﻛﺎﺭ، 
ﺗﺤﺼﻴﻼﺕ، ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻭ ﺑﺨﺶ ﺑﺎﻟﻴﻨﻲ ﻣﺮﺑﻮﻃﻪ. ﻋﻠﺖ ﺍﻧﺘﺨﺎﺏ 
ﮔ ــﺮﻭﻩ ﺷ ــﺎﻫﺪ ﻗﺒﻞ ﺍﺯ ﮔ ــﺮﻭﻩ ﻣﻮﺭﺩ ﻗﻠﺖ ﺍﻓﺮﺍﺩﻱ ﺑ ــﻮﺩ ﻛﻪ ﺩﺭ ﻃﻲ 
ﺳﺎﻝ ﻫﺎﻱ ﻣﻮﺭﺩ ﻧﻈﺮ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻧﺪﺍﺷﺘﻨﺪ ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ 54 ﻧﻔﺮ ﺑﻪ 
ﻋﻨﻮﺍﻥ ﮔﺮﻭﻩ ﺷﺎﻫﺪ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺷﺮﺍﻳﻂ ﻭﺭﻭﺩ 
ﺑﻪ ﻣﻄﺎﻟﻌﻪ ﺩﺍﺷﺘﻨﺪ. ﻣﻌﻴﺎﺭﻫﺎﻱ ﻭﺭﻭﺩ ﺑﻪ ﭘﮋﻭﻫﺶ ﻋﺒﺎﺭﺕ ﺑﻮﺩﻧﺪ ﺍﺯ:
1. ﺩﺭﺍﺳﺘﺨﺪﺍﻡ ﺭﺳﻤﻲ ﺳﺎﺯﻣﺎﻥ ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺑﻮﺩﻩ ﻭ ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﺳﺎﻟﻴﺎﻧﻪ ﺑﺮﺍﻱ ﺍﻭ ﺍﻧﺠﺎﻡ ﺷﻮﺩ؛ 2. ﺣﺪﺍﻗﻞ ﺳﻪ ﺳﺎﻝ ﺳﺎﺑﻘﻪ ﻛﺎﺭ ﺩﺍﺷﺘﻪ 
ﺑﺎﺷﺪ؛ 3. ﻫﻤﺰﻣﺎﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﺼﻮﺻﻲ ﻭ ﺩﺭ ﺑﺨﺶ ﺩﻳﮕﺮﻱ 
ﺑﻪ ﻋﻨﻮﺍﻥ ﺍﺿﺎﻓﻪ ﻛﺎﺭﻱ ﻣﺸﻐﻮﻝ ﺑﻪ ﻛﺎﺭ ﻧﺒﺎﺷﺪ؛ 4. ﺩﺭ ﻃﻲ ﺳﺎﻝ ﻫﺎﻱ 
ﻣﻄﺎﻟﻌﻪ ﻳﻜﺒﺎﺭ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺩﺍﺷ ــﺘﻪ ﺑﺎﺷ ــﺪ؛ 5. ﻧﻈﺮ ﺑﻪ ﺍﻳﻦ ﻛﻪ 
ﺁﺧﺮﻳﻦ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺩﺭ ﺳﺎﻝ 6831 ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺑﻮﺩ ﺟﻬﺖ ﻣﻄﺎﻟﻌﻪ 
ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﻣﺮﺣﻠﻪ ﺑﻌﺪ ﺍﺯ ﮔﺮﺩﺵ ﺷﻐﻠﻲ، ﭘﺮﺳﺘﺎﺭﺍﻧﻲ 
ﺍﻧﺘﺨﺎﺏ ﺷﺪﻧﺪ ﻛﻪ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺁﻥ ﻫﺎ ﺣﺪﺍﻗﻞ ﻳﻚ ﺳﺎﻝ ﻗﺒﻞ ﺍﺯ 
ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳﺎﻟﻴﺎﻧﻪ ﺻﻮﺭﺕ ﮔﺮﻓﺘﻪ ﺑﻮﺩ. ﻳﻌﻨﻲ ﭘﺮﺳﺘﺎﺭﺍﻧﻲ 
ﺍﻧﺘﺨﺎﺏ ﺷ ــﺪﻧﺪ ﻛﻪ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺁﻥ ﻫﺎ ﺑﻴﻦ ﺳﺎﻝ ﻫﺎﻱ 3831 
ﻟﻐﺎﻳﺖ 5831 ﺑﻮﺩ؛ ﻭ 6. ﺷ ــﺎﻳﺎﻥ ﺫ ﻛﺮﺍﺳ ــﺖ ﺑﻪ ﻣﻨﻈﻮﺭ ﺭﻋﺎﻳﺖ 
ﻣﻼﺣﻈﺎﺕ ﺍﺧﻼﻗﻲ ﭘﮋﻭﻫﺶ ﺑﻪ ﺍﻓﺮﺍﺩ ﺷﺮ ﻛﺖ ﻛﻨﻨﺪﻩ ﺩﺭ ﭘﮋﻭﻫﺶ 
ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﻫﺪ ﺍﻑ ﻭ ﺭﻭﺵ ﻛﺎﺭ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﺷﺪ ﻭ ﺍﻓﺮﺍﺩﻱ ﺩﺭ ﺍﻳﻦ 
ﻣﻄﺎﻟﻌﻪ ﻭﺍﺭﺩ ﺷﺪﻧﺪ ﻛﻪ ﺭﺿﺎﻳﺖ ﺁﮔﺎﻫﺎﻧﻪ ﺧﻮﺩ ﺭﺍ ﺍﻋﻼﻡ ﻧﻤﻮﺩﻧﺪ.
ﺟﻬﺖ ﺍﻧﺪﺍﺯﻩ ﮔﻴﺮﻱ ﻋﻤﻠﻜﺮﺩ ﺍﺯ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳﺎﻟﻴﺎﻧﻪ 
ﻣﻮﺟﻮﺩ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺍﺳﺘﻔﺎﺩﻩ ﺷ ــﺪ. ﻣﺪﺍﺭﻙ ﻭ ﺍﺳﻨﺎﺩ ﻣﺮﺑﻮﻁ ﺑﻪ 
ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳﺎﻟﻴﺎﻧﻪ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺍﺯ ﺍﻣﻮﺭ ﺍﺩﺍﺭﻱ ﻭ ﻛﺎﺭﮔﺰﻳﻨﻲ ﺗﻬﻴﻪ 
ﮔﺮﺩﻳﺪ. ﺩﺭ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻟﻴﺎﻧﻪ ﻫﺮ ﭘﺮﺳﺘﺎﺭ ﻣﻲ ﺗﻮﺍﻧﺴﺖ 03 ﺍﻣﺘﻴﺎﺯ 
ﻛﺴ ــﺐ ﻧﻤﺎﻳﺪ ﻛﻪ ﻋﻮﺍﻣﻞ ﻋﻤﻠﻜﺮﺩﻱ 02 ﺍﻣﺘﻴﺎﺯ، ﺭﻓﺘﺎﺭﺷ ــﻐﻠﻲ 7 
ﺍﻣﺘﻴﺎﺯ ﻭ ﺭﻓﺘﺎﺭ ﺍﺧﻼﻗﻲ 3 ﺍﻣﺘﻴﺎﺯ ﺑﻪ ﺧﻮﺩ ﺍﺧﺘﺼﺎﺹ ﻣﻲ ﺩﺍﺩ.
1. ﻋﻮﺍﻣﻞ ﻋﻤﻠﻜﺮﺩﻱ: ﻋﺒﺎﺭﺕ ﺍﺳ ــﺖ ﺍﺯ ﻭﻇﺎﻳﻒ ﻋﻤﺪﻩ ﻳﺎ ﺍﺑﻌﺎﺩ 
ﻣﻬﻢ ﺷ ــﻐﻞ ﻳﺎ ﻓﻌﺎﻟﻴﺖ ﻫﺎ ﻭ ﻃﺮﺡ ﻫﺎﻳﻲ ﻛﻪ ﻛﺎﺭﻣﻨﺪ ﺩﺭ ﻃﻮﻝ ﺩﻭﺭﻩ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﺁﻥ ﻫﺎ ﺭﺍ ﺑﻪ ﻋﻬﺪﻩ ﻣﻲ ﮔﻴﺮﺩ. ﺍﻳﻦ ﻋﻮﺍﻣﻞ ﻧﺎﻇﺮ ﺑﺮ ﻧﺘﺎﻳﺞ ﻛﺎﺭ 
ﺑﻮﺩﻩ، ﺑﺨﺶ ﻫﺎﻱ ﻣﻬﻢ ﻭ ﺯﻣﻴﻨﻪ ﻫﺎﻱ ﻛﻠﻴﺪﻱ ﺷﻐﻞ ﺭﺍ ﺷﺎﻣﻞ ﻣﻲ ﺷﻮﺩ 
ﺍﺯ ﺍﻳﻦ ﺭﻭ ﻭﻇﺎﻳﻒ ﺟﺰﺋﻲ ﻣﻮﺭﺩ ﺳﻨﺠﺶ ﻗﺮﺍﺭ ﻧﻤﻲ ﮔﻴﺮﻧﺪ.
2. ﻣﻌﻴﺎﺭﻫﺎﻱ ﺭﻓﺘﺎﺭ ﺷ ــﻐﻠﻲ: ﻋﺒﺎﺭﺕ ﺍﺳ ــﺖ ﺍﺯ ﻣﻌﻴﺎﺭﻫﺎﻳﻲ ﻛﻪ 
ﻣﻴﺰﺍﻥ ﻭ ﻛﻴﻔﻴﺖ ﺗﻼﺵ ﻭ ﺗﻮﺍﻥ ﻛﺎﺭﻣﻨﺪ ﻭ ﻳﺎ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﺭﻓﺘﺎﺭ ﻭ 
ﻧﺤﻮﻩ ﻓﻌﺎﻟﻴﺖ ﻭﻱ ﺭﺍ ﺩﺭ ﻧﻴﻞ ﺑﻪ ﺍﻫﺪﺍﻑ ﺷﻐﻠﻲ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ.
3. ﻣﻌﻴﺎﺭ ﺭﻓﺘﺎﺭ ﺍﺧﻼﻗﻲ: ﺩﺭ ﺍﻳﻦ ﻃﺮﺡ ﺭﻋﺎﻳﺖ ﺷ ــﻌﺎﺋﺮ، ﺍﺧﻼﻕ 
ﻭ ﺭﻓﺘﺎﺭ ﺍﺳ ــﻼﻣﻲ ﺍﺳ ــﺖ ﻛﻪ ﺩﺭ ﻛﻠﻴﻪ ﻓﺮﻡ ﻫﺎﻱ ﺍﺭﺯﺷﻴﺎﺑﻲ، ﺍﻋﻢ ﺍﺯ 
ﻓﺮﻡ ﻫﺎﻱ ﻣﺘﺼﺪﻳﺎﻥ ﻣﺸﺎﻏﻞ ﻋﻤﻮﻣﻲ ﻭ ﺍﺧﺘﺼﺎﺻﻲ، ﻳﻜﺴﺎﻥ ﺩﺭ 
ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺷﺪﻩ ﺍﺳﺖ.
ﺗﺤﻠﻴﻞ ﻭ ﺍﺳﺘﺨﺮﺍﺝ ﺩﺍﺩﻩ ﻫﺎ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﻧﺮﻡ ﺍﻓﺰﺍﺭ ssps ﺍﻧﺠﺎﻡ 
ﺷ ــﺪ. ﺑﻌﺪ ﺍﺯ ﻭﺭﻭﺩ ﺩﺍﺩﻩ ﻫﺎﻱ ﺧﺎﻡ ﺑﻪ ﺑﺎﻧﻚ ﺍﻃﻼﻋﺎﺕ ﻧﺮﻡ ﺍﻓﺮﺍﺯ، 
ﺍﺑﺘﺪﺍ ﺑﺎ ﺍﺳ ــﺘﻔﺎﺩﻩ ﺍﺯ ﺁﻣﺎﺭ ﺗﻮﺻﻴﻔﻲ ﻣﻴﺰﺍﻥ ﻣﺘﻐﻴﺮﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ 
ﻣﺸﺨﺺ ﺷﺪ. ﺳﭙﺲ ﺑﺮﺍﻱ ﺗﻌﻴﻴﻦ ﺗﺄﺛﻴﺮ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﺮ ﻋﻤﻠﻜﺮﺩ 
ﭘﺮﺳﺘﺎﺭﺍﻥ ﺍﺯ ﺁﺯﻣﻮﻥ ﺁﻧﺎﻟﻴﺰ ﻭﺍﺭﻳﺎﻧﺲ ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ
7/66 ﺩﺭﺻﺪ ﺍﺯ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﺯﻥ ﻭ ﺑﻘﻴﻪ ﻣﺮﺩ، 3/37 ﺩﺭﺻﺪ 
ﺍﺯ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﮔﺮﻭﻩ ﺷ ــﺎﻫﺪ ﺯﻥ ﻭ ﺑﻘﻴﻪ ﻣﺮﺩ ﺑﻮﺩﻧﺪ. 1/19 ﺩﺭﺻﺪ ﺍﺯ 
ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ 9/88 ﺩﺭﺻﺪ ﺍﺯ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﮔﺮﻭﻩ ﺷﺎﻫﺪ 
ﺩﺍﺭﺍﻱ ﺗﺤﺼﻴﻼﺕ ﻛﺎﺭﺷﻨﺎﺳﻲ ﺑﻮﺩﻧﺪ. 9/88 ﺩﺭﺻﺪ ﺍﺯ ﻧﻤﻮﻧﻪ ﻫﺎﻱ 
ﻫﺮ ﺩﻭ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷﺎﻫﺪ ﺳﻨﻴﻦ 03 ﺗﺎ 04 ﺳﺎﻝ ﻭ 3/49 ﺩﺭﺻﺪ ﺍﺯ 
ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﻫﺮ ﺩﻭ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷ ــﺎﻫﺪ ﺩﺍﺭﺍﻱ ﺳﺎﺑﻘﻪ 5 ﺗﺎ 51 ﺳﺎﻝ 
ﺩﺍﺷﺘﻨﺪ. ﺟﺪﻭﻝ 1 ﺗﻮﺯﻳﻊ ﻓﺮﺍﻭﺍﻧﻲ ﭘﺮﺳﺘﺎﺭﺍﻥ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷﺎﻫﺪ ﺑﺮ 
ﺣﺴﺐ ﻣﺘﻐﻴﺮﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ ﺭﺍ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ ﺑﺎ ﺍﺳ ــﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺗﻲ ﻣﺴ ــﺘﻘﻞ ﺑﻴﺎﻧﮕﺮ ﺁﻥ ﺍﺳﺖ 
ﻛﻪ ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳ ــﺎﻟﻴﺎﻧﻪ ﭘﺮﺳﺘﺎﺭﺍﻥ 
ﺩﺭ ﺩﻭ ﮔ ــﺮﻭﻩ ﺯﻧﺎﻥ ﻭ ﻣﺮﺩﺍﻥ ﺗﻔ ــﺎﻭﺕ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ 
)413/0=eulavP(. ﻫﻤﻴﻦ ﻧﺘﺎﻳﺞ ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ 
ﻋﻤﻠﻜﺮﺩ ﺳ ــﺎﻟﻴﺎﻧﻪ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﺩﻭ ﮔﺮﻭﻩ ﻣﺠﺮﺩﻳﻦ ﻭ ﻣﺘﺄﻫﻠﻴﻦ ﺑﺎ 
ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺗﻲ ﻣﺴﺘﻘﻞ ﺻﺪﻕ ﻣﻲ ﻧﻤﻮﺩ )399/0=eulavP(. 
ﻫﻤﭽﻨﻴﻦ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺁﻧﺎﻟﻴﺰ ﻭﺍﺭﻳﺎﻧﺲ ﺭﮔﺮﺳﻴﻮﻥ ﺑﻴﻦ ﺍﻣﺘﻴﺎﺯ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳﺎﻟﻴﺎﻧﻪ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﮔﺮﻭﻩ ﻫﺎﻱ ﭼﻬﺎﺭﮔﺎﻧﻪ 
ﺳ ــﻦ ﺗﻔﺎﻭﺕ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻣﺸﺎﻫﺪﻩ ﻧﺸ ــﺪ )788/0=eulavP(. ﺑﺮ 
ﺍﺳﺎﺱ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺁﻧﺎﻟﻴﺰ ﻭﺍﺭﻳﺎﻧﺲ 
ﺭﮔﺮﺳ ــﻴﻮﻥ ﺑﻴﻦ ﺍﻣﺘﻴﺎﺯ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳ ــﺎﻟﻴﺎﻧﻪ ﭘﺮﺳﺘﺎﺭﺍﻥ 
ﺩﺭ ﮔﺮﻭﻩ ﻫﺎﻱ ﭼﻬﺎﺭﮔﺎﻧﻪ ﺳ ــﻨﻮﺍﺕ ﺧﺪﻣﺖ ﺗﻔﺎﻭﺕ ﻣﻌﻨﻲ ﺩﺍﺭﻱ 



































ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ )996/0=eulavP(. ﻳﺎﻓﺘﻪ ﻫﺎ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳ ــﺖ ﻛﻪ 
ﺑﻴﻦ ﺍﻣﺘﻴﺎﺯ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳﺎﻟﻴﺎﻧﻪ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﮔﺮﻭﻩ ﻫﺎﻱ 
ﺳ ــﻪ ﮔﺎﻧﻪ ﭘﺴﺖ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺁﻧﺎﻟﻴﺰ ﻭﺍﺭﻳﺎﻧﺲ 
ﻳﻜﻄﺮﻓﻪ ﺗﻔﺎﻭﺕ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ )624/0=eulavP(.
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺑﺎ ﺍﺳ ــﺘﻔﺎﺩﻩ ﺍﺯ ﺁﺯﻣﻮﻥ ﺁﻧﺎﻟﻴﺰ ﻭﺍﺭﻳﺎﻧﺲ 
ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺗﺄﺛﻴﺮ ﭼﺸ ــﻤﮕﻴﺮﻱ ﺑﺮ ﻋﻤﻠﻜﺮﺩ 
ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﻧﺪﺍﺭﺩ )697/0=eulavP( ﺍﻳﻦ ﻧﺘﺎﻳﺞ ﺩﺭ ﻣﻮﺭﺩ ﻫﺮ ﻳﻚ 
ﺍﺯ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻋﻤﻠﻜﺮﺩ ﻧﻴﺰ ﺻﺎﺩﻕ ﺑﻮﺩ. ﺟﺪﻭﻝ 2 ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺑﺮﺍﻱ ﺩﻭ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷﺎﻫﺪ ﺩﺭ 
ﻛﻞ ﻭ ﺑ ــﻪ ﺗﻔﻜﻴﻚ ﺍﺑﻌﺎﺩ ﻋﻤﻠﻜ ــﺮﺩ ﻭ ﻧﺘﺎﻳﺞ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ ﺁﻧﺎﻟﻴﺰ 
ﻭﺍﺭﻳﺎﻧﺲ ﺭﺍ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺗﺄﺛﻴﺮﻱ 
ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﺷ ــﻐﻠﻲ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﻭ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻋﻤﻠﻜﺮﺩ ﺍﺯ ﺟﻤﻠﻪ 
ﻋﻮﺍﻣﻞ ﻋﻤﻠﻜﺮﺩﻱ، ﺭﻓﺘﺎﺭ ﺍﺧﻼﻗﻲ ﻭ ﺭﻓﺘﺎﺭ ﺷ ــﻐﻠﻲ ﻧﺪﺍﺭﺩ ﻛﻪ ﺍﺯ 
ﺍﻳﻦ ﻧﻈﺮ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺑﺎ ﻣﻄﺎﻟﻌﻪ ﻫﺴ ــﻴﻪ ﻭ ﭼﺎﺋﻮ )4002( ﺩﺭ 
ﺻﻨﺎﻳﻊ ﺗﺎﻳﻮﺍﻥ ﻫﻤﺨﻮﺍﻧﻲ ﺩﺍﺭﺩ ﻛﻪ ﺩﺭ ﺁﻥ ﺗﺨﺼﺼﻲ ﻛﺮﺩﻥ ﺷﻐﻞ 
ﻭ ﻛﺎﻫﺶ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺭﺍ ﻣﻮﺟﺐ ﺍﻓﺰﺍﻳﺶ ﻛﺎﺭﺍﻳﻲ ﺫﻛﺮ ﻧﻤﻮﺩﻩ 
ﺍﺳﺖ.]01[ﻫﻤﭽﻨﻴﻦ ﻣﻄﺎﺑﻖ ﻧﻈﺮ ﻣﺮﺑﺎﻏﻲ ﻭ ﻫﺮﻭﺁﺑﺎﺩﻱ )5731( 
ﺟﺎﺑﻪ ﺟﺎﻳﻲ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﻧﻤﻴﺘﻮﺍﻧﺪ ﻧﺎﺭﺿﺎﻳﺘﻲ ﺍﻭ ﺭﺍ ﺍﺯ ﺑﻴﻦ ﺑﺮﺩﻩ ﻳﺎ 
ﺩﺭ ﺍﻭ ﺍﻳﺠ ــﺎﺩ ﺍﻧﮕﻴﺰﺵ ﻧﻤﺎﻳﺪ ﺣﺘﻲ ﮔﺎﻫﻲ ﻧﻴﺰ ﺍﻣﻜﺎﻥ ﺩﺍﺭﺩ ﻧﺘﻴﺠﻪ 
ﻋﻜﺲ ﺩﺍﺷ ــﺘﻪ ﺑﺎﺷﺪ. ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻧﺘﺎﻳﺞ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺗﻮﺻﻴﻪ 
ﻣﻲ ﺷ ــﻮﺩ ﺳﻴﺎﺳ ــﺘﮕﺰﺍﺭﺍﻥ ﺑﻬﺪﺍﺷ ــﺖ ﻭ ﺩﺭﻣﺎﻥ، ﺟﻬﺖ ﺍﻓﺰﺍﻳﺶ 
ﻛﺎﺭﺍﻳﻲ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺑﻪ ﺗﺨﺼﺼﻲ ﻛﺮﺩﻥ ﺷﻐﻞ ﭘﺮﺳﺘﺎﺭﻱ ﻭ ﺍﻳﺠﺎﺩ 
ﺭﺷ ــﺘﻪ ﻫﺎﻱ ﺗﺨﺼﺼﻲ ﻧﻈﻴﺮ ﭘﺮﺳ ــﺘﺎﺭﻱ - ﺩﺍﺧﻠﻲ، ﭘﺮﺳﺘﺎﺭﻱ - 
ﺟﺮﺍﺣﻲ ﻭ ﭘﺮﺳ ــﺘﺎﺭﻱ ﺍﻃﻔ ــﺎﻝ ﻭ ... ﻣﺒﺎﺩﺭﺕ ﻭﺭﺯﻳﺪﻩ ﻭ ﮔﺮﺩﺵ 
ﺷﻐﻠﻲ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺑﻪ ﻛﻤﺘﺮﻳﻦ ﺣﺪ ﻣﻤﻜﻦ ﺗﻘﻠﻴﻞ ﻳﺎﺑﺪ.
ﺍﻟﺒﺘ ــﻪ ﺟﺎﺭﻭﻱ )4002( ﺩﺭ ﭘﮋﻭﻫﺸ ــﻲ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﺑﻴﻦ 
ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻭ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻓﻨﻼﻧﺪ 
ﺗﺄﺛﻴﺮ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ …
ﺟﺪﻭﻝ 1: ﺗﻮﺯﻳﻊ ﻓﺮﺍﻭﺍﻧﻲ ﭘﺮﺳﺘﺎﺭﺍﻥ ﮔﺮﻭﻩ ﻣﻮﺭﺩ ﻭ ﺷﺎﻫﺪ ﺑﺮ ﺣﺴﺐ














8/777/639/84ﻛﻤﺘﺮ ﺍﺯ 03 ﺳﺎﻝ
6/55056/55526/5552ﺑﻴﻦ 03 ﺗﺎ 53 ﺳﺎﻝ
3/33033/33513/3351ﺑﻴﻦ 53 ﺗﺎ 04 ﺳﺎﻝ
3/334/422/21ﺑﻴﺸﺘﺮ ﺍﺯ 04 ﺳﺎﻝ
ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ
2/222/212/21ﻛﻤﺘﺮ ﺍﺯ 5 ﺳﺎﻝ
7/74341/15324/4402ﺑﻴﻦ 5 ﺗﺎ 01 ﺳﺎﻝ
6/64242/24911/1532ﺑﻴﻦ 01 ﺗﺎ 51 ﺳﺎﻝ









































ﺭﺍﺑﻄ ــﻪ ﻣﺜﺒﺖ ﻭﺟ ــﻮﺩ ﺩﺍﺭﺩ.]11[ ﺟﺮﺩﻥ ﻭ ﺑﺮﻭﻧﺮ )8002( ﻧﻴﺰ ﺑﺎ 
ﭘﮋﻭﻫﺶ ﺩﺭ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺍﺗﺮﻳﺶ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻧﺪ ﻛﻪ ﮔﺮﺩﺵ ﺷﻐﻠﻲ 
ﺑﺮ ﺩﺍﻧﺶ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺗﺄﺛﻴﺮ ﻣﺜﺒ ــﺖ ﺩﺍﺭﺩ.]21[ ﻫﻤﭽﻨﻴﻦ ﻓﻮﺟﻴﻨﻮ 
ﻭ ﻧﻮﺟﻴﻤﺎ )5002( ﺩﺭ ﭘﮋﻭﻫﺸ ــﻲ ﻛﻪ ﺑﺮ ﺭﻭﻱ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ژﺍﭘﻨﻲ 
ﺍﻧﺠﺎﻡ ﺩﺍﺩﻧﺪ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳﻴﺪﻧﺪ ﻛﻪ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺩﺭ ﭘﻴﺸﺒﺮﺩ 
ﺗﻮﺳﻌﻪ ﺷﻐﻠﻲ ﻣﺆﺛﺮ ﺍﺳﺖ.]31[
ﺩﺭ ﺍﻳﺮﺍﻥ ﻧﻴﺰ، ﺑﺬﺭﺍﻓﺸ ــﺎﻥ )5831( ﺑﺎ ﭘﮋﻭﻫﺶ ﺩﺭ ﻛﺎﺭﻛﻨﺎﻥ 
ﮔﻤﺮﻙ ﻣﻬﺮﺁﺑﺎﺩ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳﻴﺪﻩ ﺍﺳﺖ ﻛﻪ ﺑﻴﻦ ﮔﺮﺩﺵ ﺷﻐﻠﻲ 
ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﺭﺍﺑﻄﻪ ﻣﺜﺒﺖ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.]41[ ﻛﻠﻴﺪﺭﻱ )4831( ﺑﺎ 
ﭘﮋﻭﻫﺶ ﺩﺭ ﻛﺎﺭﻛﻨﺎﻥ ﮔﻤﺮﻛﺎﺕ ﺍﺟﺮﺍﻳﻲ ﺗﻬﺮﺍﻥ، ﮔﺮﺩﺵ ﺷﻐﻠﻲ 
ﺭﺍ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﻣﺆﺛﺮ ﺫﻛﺮ ﻧﻤﻮﺩﻩ ﺍﺳ ــﺖ.]51[ ﻫﻤﭽﻨﻴﻦ 
ﻓﻮﻻﺩﻱ )7731( ﺑﺎ ﻣﻄﺎﻟﻌﻪ ﺍﻱ ﺩﺭ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎﻧﻚ، ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ 
ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎﻧﻚ ﻣﺆﺛﺮ ﺍﺳﺖ.]61[
ﭼﻨﺎﻧﻜﻪ ﻣﺸ ــﻬﻮﺩ ﺍﺳﺖ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺑﺎ ﻧﺘﺎﻳﺞ 
ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪﻩ ﺩﺭ ﭘﮋﻭﻫﺶ ﻫﺎﻱ ﻓ ــﻮﻕ ﻣﻄﺎﺑﻘﺖ ﻧﺪﺍﺭﺩ. ﺑﻪ ﻧﻈﺮ 
ﻣﻲ ﺁﻳ ــﺪ ﻋﺪﻡ ﺍﺭﺗﺒﺎﻁ ﻣﻌﻨﻲ ﺩﺍﺭ ﺑﻴﻦ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﻭ ﻋﻤﻠﻜﺮﺩ 
ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺭﺍ ﻣﻲ ﺗﻮﺍﻥ ﺑﺪﻳﻦ 
ﺻﻮﺭﺕ ﺗﻔﺴﻴﺮ ﻛﺮﺩ ﻛﻪ ﭘﮋﻭﻫﺶ ﻫﺎﻱ ﻓﻮﻕ ﺩﺭ ﻛﺎﺭﻛﻨﺎﻥ ﮔﻤﺮﻙ 
ﻭ ﺑﺎﻧﻚ ﺍﻧﺠﺎﻡ ﺷ ــﺪﻩ ﺍﺳ ــﺖ ﻭ ﻣﺎﻫﻴﺖ ﺷﻐﻞ ﭘﺮﺳﺘﺎﺭﻱ ﺑﺎ ﻣﺎﻫﻴﺖ 
ﺍﻳﻦ ﻧﻮﻉ ﺷ ــﻐﻞ ﻫﺎ ﻣﺘﻔﺎﻭﺕ ﺍﺳ ــﺖ ﻭ ﭘﺮﺳﺘﺎﺭﺍﻥ ﺑﻪ ﻋﻠﺖ ﻣﻮﺍﺟﻪ 
ﺷ ــﺪﻥ ﺑﺎ ﺑﻴﻤﺎﺭﺍﻥ ﻣﺨﺘﻠﻒ ﺑﺴﺘﺮﻱ ﺩﺭ ﺑﺨﺶ ﻫﺎﻱ ﺑﺎﻟﻴﻨﻲ ﺩﺍﺭﺍﻱ 
ﺗﻨﻮﻉ ﺷ ــﻐﻠﻲ ﻫﺴ ــﺘﻨﺪ ﺩﺭ ﺣﺎﻟﻲ ﻛﻪ ﺩﺭ ﺷﻐﻞ ﻛﺎﺭﻛﻨﺎﻥ ﮔﻤﺮﻙ ﻭ 
ﺑﺎﻧﻚ ﻳﻜﻨﻮﺍﺧﺘﻲ ﺷ ــﻐﻠﻲ ﻭﺟﻮﺩ ﺩﺍﺭﺩ. ﺗﺄﺛﻴﺮ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺑﺮ 
ﺍﻧﮕﻴﺰﺵ ﻭ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺑﻪ ﺩﻟﻴﻞ ﻋﺪﻡ ﺗﻨﻮﻉ ﺷﻐﻠﻲ ﻭ ﺧﺴﺘﮕﻲ 
ﻧﺎﺷ ــﻲ ﺍﺯ ﺁﻥ ﺩﺭ ﻛﺎﺭﻛﻨﺎﻥ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻓﻮﻕ ﻗﺎﺑﻞ ﺗﻮﺟﻴﻪ ﺍﺳﺖ. 
ﺑﻪ ﻧﻈﺮ ﻧﺮﻣﻦ )4002( ﺩﺭ ﺻﻮﺭﺗﻲ ﻛﻪ ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﺑﻪ ﺷ ــﻴﻮﻩ 
ﻧﺎﻣﻨﺎﺳ ــﺐ ﺍﺟﺮﺍ ﮔﺮﺩﺩ ﻣﻤﻜﻦ ﺍﺳﺖ ﻓﺮﺩ ﺭﺍ ﺩﺭ ﻣﻌﺮﺽ ﺍﺳﺘﺮﺱ 
ﻗﺮﺍﺭ ﺩﺍﺩﻩ]71[ ﻭ ﺳﺒﺐ ﻛﺎﻫﺶ ﻛﺎﺭﺍﻳﻲ ﭘﺮﺳﺘﺎﺭﺍﻥ ﮔﺮﺩﺩ ﻛﻪ ﺗﺄﺛﻴﺮ 
ﺍﻳﻦ ﻋﺎﻣﻞ ﻣﺪﺍﺧﻠﻪ ﮔﺮ ﻻﺯﻡ ﺍﺳ ــﺖ ﺗﻮﺳ ــﻂ ﭘﮋﻭﻫﺸﮕﺮﺍﻥ ﻣﻮﺭﺩ 
ﻣﻄﺎﻟﻌﻪ ﻗﺮﺍﺭ ﮔﻴﺮﺩ.
ﻧﺘﻴﺠﻪ ﻛﻠﻲ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳ ــﺖ ﻛﻪ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﻱ ﻣ ــﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻣﺴ ــﺘﻘﻞ ﺍﺯ ﻭﺿﻌﻴﺖ ﮔﺮﺩﺵ 
ﺷ ــﻐﻠﻲ ﺁﻥ ﻫﺎ ﻣﻲ ﺑﺎﺷ ــﺪ ﻭ ﺩﺭ ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﭼﻨﺎﻧﭽﻪ ﺍﻧﺘﻈﺎﺭ 
ﻣﻲ ﺭﻭﺩ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺑﻪ ﺷﻴﻮﻩ ﻣﻮﺟﻮﺩ ﻣﻮﺟﺐ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ 
ﭘﺮﺳﺘﺎﺭﺍﻥ ﻧﺸﺪﻩ ﺍﺳﺖ ﻟﺬﺍ ﭘﻴﺸﻨﻬﺎﺩﺍﺕ ﺯﻳﺮ ﺗﻮﺻﻴﻪ ﻣﻲ ﮔﺮﺩﺩ:
1. ﺟﻬﺖ ﺍﻓﺰﺍﻳﺶ ﻛﺎﺭﺍﻳﻲ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ، ﺗﺨﺼﺼﻲ ﻛﺮﺩﻥ ﺷ ــﻐﻞ 
ﭘﺮﺳﺘﺎﺭﻱ ﺑﻪ ﺟﺎﻱ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﭘﻴﺸﻨﻬﺎﺩ ﻣﻲ ﮔﺮﺩﺩ.
2. ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻨﻜﻪ ﻋﻮﺍﻣﻠﻲ ﻧﻈﻴﺮ ﺍﺳﺘﻌﻔﺎ، ﺑﺎﺯﻧﺸﺴﺘﮕﻲ ﻭ ﻛﻤﺒﻮﺩ 
ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﻏﻴﺮ ﻗﺎﺑﻞ ﺍﻏﻤﺎﺽ ﺍﺳﺖ ﻻﺯﻡ ﺍﺳﺖ ﻛﻤﻴﺘﻪ ﮔﺮﺩﺵ 
ﺷﻐﻠﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺗﺄﻣﻴﻦ ﺍﺟﺘﻤﺎﻋﻲ ﺗﺸﻜﻴﻞ ﮔﺮﺩﺩ.
3. ﺍﻟﮕﻮﻱ ﺟﺎﻣﻊ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻭ ﺩﺳﺘﻮﺭ ﺍﻟﻌﻤﻞ ﻣﺮﺑﻮﻃﻪ ﺗﻮﺳﻂ 
ﻛﻤﻴﺘﻪ ﺗﺪﻭﻳﻦ ﻭ ﺑﺮ ﺣﺴﻦ ﺍﺟﺮﺍﻱ ﺁﻥ ﻧﻈﺎﺭﺕ ﮔﺮﺩﺩ.
4. ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺩﺭ ﺑﺨﺶ ﻫﺎﻱ ﺗﺨﺼﺼﻲ ﻭ ﻣﺮﺍﻗﺒﺖ ﻫﺎﻱ ﻭﻳﮋﻩ 
ﺑﺎ ﺍﺣﺘﻴﺎﻁ ﺻﻮﺭﺕ ﭘﺬﻳﺮﺩ.
5. ﮔﺮﺩﺵ ﺷ ــﻐﻠﻲ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ ﺑﺨﺶ ﻫﺎﻱ ﺗﺨﺼﺼﻲ ﺑﺎ ﺑﺨﺶ 
ﺗﺨﺼﺼﻲ ﻭ ﺑﺨﺶ ﻫﺎﻱ ﻋﻤﻮﻣﻲ ﺑﺎ ﺑﺨﺶ ﻋﻤﻮﻣﻲ ﺍﺟﺮﺍ ﺷﻮﺩ.
6. ﻗﺒﻞ ﺍﺯ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﺁﻣﻮﺯﺵ ﻫﺎﻱ ﻻﺯﻡ ﻣﺮﺑﻮﻁ ﺑﻪ ﺁﻥ ﺑﺨﺶ 
ﺑﻪ ﻋﻨﻮﺍﻥ ﺟﺰﻳﻲ ﺍﺯ ﺑﺮﻧﺎﻣﻪ ﻛﻤﻴﺘﻪ ﮔﺮﺩﺵ ﺷﻐﻠﻲ ﻟﺤﺎﻅ ﺷﻮﺩ.
ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻦ ﻛﻪ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺗﺄﻣﻴﻦ 
ﺍﺟﺘﻤﺎﻋﻲ ﺍﻧﺠﺎﻡ ﮔﺮﺩﻳﺪﻩ ﺍﺳﺖ ﺟﻬﺖ ﺗﻌﻤﻴﻢ ﻧﺘﺎﻳﺞ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺑﻬﺘﺮ 
ﺍﺳﺖ ﻣﻄﺎﻟﻌﺎﺕ ﻣﺸﺎﺑﻬﻲ ﺑﺎ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﺑﻴﺸﺘﺮ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺧﺼﻮﺻﻲ ﻭ ﺩﺍﻧﺸﮕﺎﻫﻲ ﺍﻧﺠﺎﻡ ﺷﻮﺩ. ﺩﺭ ﭘﺎﻳﺎﻥ ﻻﺯﻡ ﺍﺳﺖ ﺍﺯ ﻋﺪﻡ 
ﺩﺳﺘﺮﺳﻲ ﺑﻪ ﺍﺑﺰﺍﺭﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺟﻬﺖ ﺍﻧﺪﺍﺯﻩ ﮔﻴﺮﻱ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﺘﺎﺭﺍﻥ 
ﺑﻪ ﻋﻨﻮﺍﻥ ﻳﻜﻲ ﺍﺯ ﻣﺤﺪﻭﺩﻳﺖ ﻫﺎﻱ ﻣﻬﻢ ﺩﺭ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺫﻛﺮ ﺷﻮﺩ.
ﺍﻣﻴﺮﺍﺷﻜﺎﻥ ﻧﺼﻴﺮﻱ ﭘﻮﺭ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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The Effect of Job Rotation on Nurses Performance
In Tehran Social Security Hospitals
Nasiripour A.A.1 / Raeisi P.2 / Delpasand M.3
Introduction: One of the of human resources development methods is job rotation. Research in this 
field is highly recommended and needs to be implemented in social security hospitals.The main pur-
pose of this research was to determine the effect of job rotation on performance of nurses in the social 
security’s hospitals in Tehran.
Methods: The present research is a causative -retrospective study, that carried out in nine hospitals in 
Tehran social security’s hospitals.Statistical population includes 45 nurses as the case group (who had 
job rotation) and 45 nurses as the control group (who had no job rotation) selected in a purposive sam-
pling.Two groups were matched in the terms of age, sex, marital status, organization post, education, 
work record, and relevant clinical ward.Data collecting tools were questionnaires; and the existing 
evaluation scores in the organization was used to assess of the nurses performance.
Results: Average score of the case group performance is 28.42; and for control group 28.41. We did 
not found meaningful relationship between job rotation and Performance of nurses in two groups 
(P=0.796).
Conclusion: The scores of the nurses performance in the studied hospitals is something independent 
from the status of their job rotation and, as was expected, has not improved the nurses performance.
Keywords: Job Rotation, Performance , Hospital, Nurses.
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